Work based learning is occurring in many professions and learners will need access to learning material, information and support if they are to be successful in their learning. Supplying these services within the work context will influence the roles that libraries and librarians fulfil. There is a need to develop a deeper understanding of these developments and the impact on the work of learning resource providers. A case study approach will explore issues around work place learning using the profession of UK probation workers. We pose key questions:
Introduction
There is no doubt that work based learning will increase in its application in many professions. This trend will also impact on many whose work involves supporting the work based learner, including the library and information professional (LIP). The purpose of this paper is to explore how the increased levels of work based learning will influence the future roles of LIPs. There are two aspects to the context of work-based learning:
• policy context that is characterised by increasing governmental pressure to reframe higher education as a supply side to notions of a knowledge economy, • research context that is founded in an underpinning theory of situated learning. There will be brief reviews of the United Kingdom context and the notion of situated learning. Issues around the typologies of knowledge in the workplace will be explored. The case study of UK probation officers follows this discussion and enables debate of emergent themes. An analysis of the case study alongside the wide-ranging related experiences of the authors, raises three key areas for LIPs in supporting and delivering work-based learning. These key themes are elaborated and discussed.
Policy context.
In the UK the National Council for Vocational Qualifications was established in the 1980s. This indicates the steady spread of the codification of knowledge through skill framework developments. A model of skills or competences across employment sectors represents development of knowledge seen as an important economic commodity linked to the efficient management of the workforce. The associated NVQ awards themselves have been supported by the government endorsed Sector Skills Councils. These provide indicators of national skill levels and used as tools for planning up-skilling or workforce development.
At the same time the notion of lifelong learning has gained currency with an underlying theme of continual/lifelong learning for the world of work and the maintenance of employability. Higher Education (HE) has been the last or slowest sector to respond or to be required to respond to this 'new vocationalism'. 1 In the UK there is currently a radical shift in the funding of HE. The government has set high targets for participation in HE (50% of all aged 18-30 by 2010) 2 but it has also proposed that University funding shortfall be met by a substantial increase in the fees that universities are allowed to charge (supported by a student loan scheme). Work-based learning has become a significant activity in this attempt to reframe HE. 3 Institutions are expanding their involvement with businesses and as they respond to the Lambert reports 4 interest in linking theory and practice will increase. The debate in UK higher education centres on approaches to the academic accreditation of workplace activity, skills and learning. Most recently focus has been on the added value of university education, to identify the components of graduateness and to assure their delivery. Again these are couched as improved employability expressed in terms of the transferable skills acquired. LIPs have been centrally involved in higher education for many years but there is now a need for re-positioning with the rise of work placed learning.
Research context
This re-positioning can be enhanced if LIPS have a deeper understanding of the theory of work placed learning and where it differs from traditional education and training. In this section some of the key theories will be identified for LIPs. The overarching theory of workbased learning recognises that it is learning inexorably tied up with (and only happening in relation to) the context within which the learning is taking place. This context is the activity, the relationships and the problems being faced alongside the learning with a "social basis for learning… in direct opposition to a traditional view of a separate and -from the practical context -isolated individual as the centre of the learning process". 5 A number of important contemporary themes emerge from this overarching theory and the associated research and scholarship. Exploring the nature of work placed learning using the Probation Service in the UK 7 as a case study
In this section the Probation Services in the UK will be used to illustrate further elements of work placed learning. The Diploma in Probation Studies (Dip PS) is the qualification required to become a probation officer in the UK. The Dip PS was built around Occupational Standards (i.e. workplace competences) with a prescribed process and content for the award. An important part of each competence indicated in the Occupational Standards for probation officers, is the underpinning knowledge and understanding. This becomes increasingly significant as the level of the standards rise.
The transparency of a candidate's knowledge and understanding contextualizes their action and is a crucial indicator of competence or developmental need. There are a number of ways in which this knowledge and understanding are evidenced:
• knowledge and understanding may be implicit in action, • question and answer sessions after observed practice, • reflective journals, logs and one-off pieces. e.g. analysis of process, selfevaluation or analysis of critical incidents, • academic assessments designed to be complementary to workplace practice. The academic curricula have been built around the main strands of the knowledge and understanding requirements and assessment schedules have been designed to provide evidence directly for units.
Analyzing the knowledge requirements.
It is clear in terms of Bloom's 8 taxonomy of cognitive level that the later level in Community Justice is demanding more than simple knowledge and understanding, seeking application of that knowledge and understanding. Further evidence of the higher levels of cognition (analysis, synthesis and evaluation) is also required (see Fig 1 below) . The processes of learning and development are different according to these cognitive levels. Candidate and assessor must move through the necessary instruction phase, creating and using opportunities to apply knowledge to practice through active learning and reach a point at which trainees are reflecting, reviewing and planning autonomously as experiential learners. Higher-level cognitive skills are dependent on a firm foundation.
The Diploma in Probation Studies comprises twelve complementary units with a total of 202 underpinning knowledge and understanding items. The items derive mostly from 11 key themes grouped using 168 of the 171 items (98%). Some units draw particularly heavily on knowledge and understanding requiring careful structuring of learning to support the achievement. Trainees need to draw on a range of knowledge to demonstrate competence so programmes that deal with themes one at a time always present problems. Trainees commonly express the perceived need to know everything immediately and often feel frustrated at learning that takes place too late.
The generation of these themes from the underpinning knowledge and understanding requirements represents a central or managerial view of a knowledge base for probation. Occupational Standards contribute to the management of learning; providing a standardization process, helping to establish clear boundaries and expectations in relation to particular groups of employees and competences.
The knowledge requirements of the Occupational Standards for Probation are largely non-theoretical as the knowledge described is implicit in observable work behaviour. Further, knowledge is required to achieve a level of competent or good enough practice. The need to know 'why' is largely an unnecessary luxury. However this separation of theory and practice is a flawed paradigm for two reasons. Firstly, theory and practice are much more closely entwined and interchangeable than the paradigm suggests; and secondly, this twin track model overlooks the notion of knowledge in the different but important sense of 'good thinking'.
Taking this model, the process of learning becomes the central consideration. As early as the 1950's Reg Revans 9 was proposing that prefabricated (or codified) knowledge had limited use in helping people to solve the real practical problems of the workplace. For Revans successful organizations needed to match the pace of change of the external environment with comparable rates of organizational and individual learning. This learning happened most effectively when groups of individuals were given properly structured and supported opportunities to address and solve their own real workplace problems. Revans proposed a view of knowledge in which workplace knowledge is grounded in and inseparable from experience. His 'action learning' resonates with androgogical theory where the relevance of knowledge and the safety of the learning environment are central to successful learning taking place.
Another important thinker in relation to learning for work is Donald Schon. Schon 10 recognised that in complex social spheres the workplace is characterised by the unexpected. He proposed that practice in such circumstances is a form of 'artistry' that can be developed through use of reflective approaches to practice; reflection on practice (learning from practice) and reflection in practice. Reflecting in practice is the key to professional artistry and demands self-discipline, critical awareness and a commitment to a cycle of learning through practice and reflection. Like Revans, Schon was describing a knowledge process grounded in practice where knowledge was not codified but the very currency of continuing personal and professional growth and development.
From codification to learning
In the Skills Foresight Analysis produced by the Community Justice National Training Organization 11 some of the sector training and development needs are expressed in terms of knowledge gaps. Codified knowledge often fails to accommodate notions such as confidence and legitimacy. Meanwhile in the same report managers express concern about lack of innovation in practice. Innovation is a crucial part of any complex business and might be expected to thrive in environments where practitioners are encouraged to learn with and from others in tackling difficult problems in the workplace (c.f. Revans) and/or where reflective techniques are made available and encouraged (c.f. Schon).
Probation officers need to draw on knowledge that is often tacit, implicit or indeed, ineffable. Codified knowledge expressed in occupational standards and academic programmes is incomplete and perhaps inadequate knowledge in need of reframing and decodifying to place the practitioner and/or the learner at the heart. Vocational knowledge must be judged in terms of relevance to the practitioner and understood as being mediated through the learner/practitioner. Unlimited by coda and notions of attaining a required standard in a prescribed timescale, probation knowledge should accommodate notions of learner need, embrace the diversity of learner experience and frame itself in terms of a career-long process.
Feelings: last but not least
Psychology offers us a model to analyse behaviour where action is understood alongside the thoughts and feelings that accompany it. An intrinsic problem in such analysis is in separating out these elements. As a model for understanding vocational development this notion of professional behaviour consisting of thoughts, feelings and actions is a useful tool when evaluating processes designed to prepare individuals for complex jobs. In particular, the inclusion of the emotional as a key element resonates with the lived experiences of doing such jobs. The impact of these feelings on the achievement of successful outcomes is extraordinarily complex. Feelings are invariably present but the extent to which they are transparent varies greatly as does the extent to which the parties are able to recognise, articulate or understand them.
Although there is useful theory to help practitioners understand the place of emotions in behaviour, a vocational notion of emotional intelligence or competence is impossible to describe, inappropriate to prescribe and very difficult to assess. Such a notion of emotional competence is thus absent from the codified knowledge for probation.
Higher Education has much to learn about creating an environment in which students can engage on an emotional level with the content and process of an academic discipline.
However for trainee probation officers it is the learning environment in the workplace that is critical. There must be encouragement to engage with the emotional content of the work. Trainees need to know that there is not just permission but an expectation to review and reflect upon how they feel. This sort of confidence is unlikely to be experienced unless experienced practitioners and supervisors disclose something of their own emotional experience of the work in appropriate settings.
Emerging roles in work placed learning for LIPs
So what then of the significance of the probation experience to Library and Information Professionals? Three main roles for the librarian in supporting work based learners have been extrapolated from the probation worker study: developing content, adapting the workplace for effective learning and establishing organisational learning from the work based learners' experiences. This section will explore how these roles are being developed by examination of the United Kingdom's National Health Service (NHS). The NHS is one of the top 5 biggest employers in Europe. At a strategic level it is proposing a coordinated approach to lifelong learning covering personal and professional development 12 with an education and training budget approaching £2.5 billion. Work based learning has been recognised as the way to deliver lifelong learning for its workforce. 13 The UK NHS provides a good context to demonstrate how these three roles have emerged for librarians in supporting work-based learning.
Content development.
Despite our reservations about the nature of codified knowledge it is clear that HE needs to become increasingly responsive to the particular knowledge and skills requirements of specific employment sectors. LIPs have an important role to play in working across the divide between academic and vocational codifications of knowledge with librarians taking the lead in raising awareness across HE about the ways in which knowledge is codified and in framing knowledge resources in relation to work-based/vocational as well as traditional subject based HE codifications. Increasingly LIPs need to engage with the tensions between the iteration of knowledge in HE programmes and needs-driven knowledge progression in the workplace, with the complexities of engaging with knowledge for capability / competence as well as knowledge for understanding.
Librarians have long been involved in developing and delivering content for the learner, increasingly this is being done within the electronic context. Providing learning resources electronically has some major advantages for the work-based learner.
1. It gives the learner desktop access at the point of need in work situations (as long as connection to Internet is available) 2.
Work patterns which involve changing locations and frequent moving are best met by electronic learning resources 3.
When the work force is distributed, central collections of print learning resources will disadvantage some. Providing the work based learner with electronic learning resources provides equity 4.
A specific advantage for electronic learning resources access to support workbased learning in the NHS is the power of economies of scale. An extensive and diverse range of learning resources can be purchased economically for NHS employees. In 1998 the Department of Health agreed to begin the National Electronic Library for Health. Its primary mission is to support evidence-based decision-making in healthcare but it also has major role in delivering learning resources. The NeLH complements existing libraries as it 'concentrates on fast and easy electronic only access to research evidence, clinical guidelines and critically appraised resources' 14 . It has recently been re-badged as the National Library for Health. (http://www.library.nhs.uk/). Two key areas have to be addressed in delivering electronic learning resources to the work-based learners (over and above the quality of the resources): marketing and partnership working. The National Library for Health can provide some important lessons regarding marketing for others involved in supporting work placed learning. They have found that there is a need to "infiltrate daily working lives so that using…resources becomes natural". 15 Multiple communication routes are needed to effectively convey the existence of electronic learning resources to the work-based learner. Partnership working can also enhance the development of learning resources for the workplace and can begin to address the complexities and shortfalls of codified knowledge bases and to develop innovative processes and content. Effective partnership practice should be developed with all the key stakeholder groups. These include learners, trainers, managers, ICT staff and other learning resources providers. Much can be gained from small-scale projects that can then be developed and rolled out as services.
Adaptation of the workplace.
It is clear that HE has been slow to recognise the changing learning environment in the workplace. HE has engaged slowly with the connections between traditionally delivered packages of learning and workplace discourse around employability, competence, capability and lifelong learning. In leading and supporting the development of learning environments the LIP will need to be aware of this discourse and embrace the notion that such environments are not just about flexible access to knowledge resources. Importantly they are also about access to and participation in processes through which problems can be solved and individual learning needs addressed.
Librarians have amassed considerable experience in providing appropriate environments to facilitate effective learning. They are positioned well to adapt the workplace so the work-based learner can be successful in their learning. It has been pointed out 15 that there is a need to "accommodate different approaches to teaching and learning which recognises that students learn from each other and therefore at times need to work in groups". Many libraries now provide a diverse range of environments offering different learning spaces. For example at Oxford Brookes University four zones are made available: group work/ discussion area, traffic area, quiet study area for individuals where silence cannot be guaranteed and silent area. 16 Work-based learners will develop their own learning style and learning behaviours in the workplace. An argument has been proposed 15 that customer satisfaction is often dependent on their direct/ indirect interactions as they share a service facility's physical environment. In the workplace, the interaction of employees (not all of whom will be learners) will influence the quality of learning for those who are engaged in workplace learning. Library staff have to appreciate what can be done to manage or influence positively the way employees work together to learn. Librarians are ideally equipped to evaluate the workplace and establish how the different learning experiences needed by the workplace learner are best provided. They can also use their experience in working with different clients to identify how best the work-based learner can be supported by the organisation.
Learning through learners' experience
Learners' experiences in the probation example reflect the inadequacy of codified knowledge to meet important aspects of professional learning and development. To succeed at work requires adequacy in terms of knowledge and skills, a clear sense of legitimacy, confidence in a range of support (including emotional support) and the ability to solve problems and innovate. These are important characteristics that need to be delivered in a learning environment.
The third role for librarians in work-place learning which emerges from the probation worker study, is that concerned with establishing organisational learning from the learners' experiences. The concept of the 'learning organisation' emerged in the early 1990's through work by Senge 17 but finding a concise definition is difficult. Garvin 18 proposes that a learning organisation is "an organization skilled at creating, acquiring and transferring knowledge and at modifying its behaviour to reflect new knowledge and insights". Roles for librarians emerge in various facets. Garvin states that a learning organization should demonstrate: problem-solving, experimentation, learning from own experiences/ history, learning from others' experiences/ best practices and transferring knowledge quickly and efficiently throughout the organisation. There is a pressing need to develop a detailed understanding of the workplace learner so various questions can be answered. How does the workplace learner differ from other learners? What support does the work placed learner need? What resources do work-based learners need?
Librarians can take responsibility for such areas as evaluating the learners' experience, benchmarking work place learning in other organisations, trialling services and then facilitating change in the organisation. An example of this role and resulting activities is provided in work exploring how health students learn in the work setting. 19, 20 This study was undertaken by people from a library background but the investigation focussed on areas not previously seen as being within the 'library' context. It provided evidence and concepts that were used to make the workplace learning experience more effective and efficient.
Conclusion
• If work-based learning is not to be a degraded form of learning then the central role of the LIP in providing a range of support must be recognised.
• Physical access to libraries may not be easy for work-based learners. LIP expertise in ongoing distant access to appropriate material in increasingly important.
• However the LIP role goes beyond this 'technical' expertise. The librarian needs to support and promote organizational development in the workplace and develop close working relations with employers and those delivering learning in the workplace.
•
The LIP must evaluate, research and reflect on the learning experience in the workplace and develop a good understanding of the experience of learners and employers in order to deliver ever more supportive and effective services. 
